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In company management, several leadership styles are inherent and utilised by a 
manager or a leader. This study assessed the leadership styles of a manufacturing 
company manager and how the styles of leadership influence rank and file employees’ 
performance. In particular, it evaluated the manager’s leadership styles as affirmed by 
the rank and file employees, and how these leadership styles influence the performance 
of said employees from the viewpoint of work quality, work quantity, job innovativeness, 
customer service and team spirit. The study was carried out through a descriptive survey 
research design utilising a standardised survey questionnaire. Findings revealed that the 
branch Manager highly utilised transactional and transformational leadership styles in 
managing the manufacturing company. The Laissez-faire leadership style was only 
moderately utilised while the autocratic leadership was the least utilised style also at the 
moderate level. These utilised leadership styles manifested strong influence on the 
performance and productivity of rank and file employees of the manufacturing company 
under study. Accordingly, the employees exhibited outstanding performance towards 
the delivery of their works. It is concluded that managing the human capital of any 
company elicits full utilisation of good leadership styles supportive to the attainment of 
the company’s set goals and objectives and employees’ desired outputs and productivity. 
The company under study should continuously utilise and sustain the use of 
transactional and transformational leadership styles to keep employees’ productive 
performance, although there is always room for improvement. Other related studies may 
be pursued considering other variables or attributes of leadership styles not covered in 
this study. 
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Leadership signifies the process of influencing the behaviour of people and make them 
wilfully commit towards the accomplishment of organisational goals and objectives. 
Leadership is considered to be a crucial component in determining whether a company’s 
operation will succeed or fail. Efficient and effective organisation takes off and progresses 
with excellent leadership.  
 Successful organisation is a reflection of excellent leadership. Effective leadership 
moves an organisation, makes it dynamic, creates visions of conceivable opportunities, 
and nurture employees’ commitment to always adhere good work ethics, values and 
standards (Andaya and Abocejo, 2019), strategies, adjust and adapt to new technologies 
(Pañares and Abocejo, 2019) which eventually results to improved work performance 
(Rodriguez and Abocejo, 2018) and productivity (Anitha, 2014). 
 A leader, with his leadership styles, needs to be able to maintain good rapport 
with his subordinates motivating and guiding them to achieve organisational goals, 
objectives and planned targets. One common attribute among effective leaders is that 
they are able to influence those around them in a positive way, by utilising or applying 
leadership styles, to maximise subordinates’ potentials for the benefit of the organisation 
as a whole (Nwokocha, 2014). Obiwuru et al., (2011) emphasised that the management’s 
ability to build solidarity and coordination within the organisation depends on the skills 
and styles effected by the leader.  
 Dumdum, Lowe and Avolio (2013) found out that leadership style directly 
correlated with attitudes and behaviours, both at the personnel and organisational levels. 
Marmaya et al. (2011) conducted a correlation analysis where their findings revealed that 
organisation commitment of employees is directly associated with transformational and 
transactional leadership styles utilised by their leader. Available research findings also 
suggest that transformational leadership is directly associated with organisational 
commitment along different organisational climate and management practices (Guang-
Lu et al, 2012; Avolio et al., 2004; Bono and Judge, 2003). 
 Jean (2015) noted that today’s leadership capacity has not been sufficient to meet 
future leadership needs. She identified four important skills that may exhibit weak 
capabilities among current leaders. These include “inspiring commitment, leading 
employees, strategic planning and change management.” These leadership gaps are evidently 
present in high-priority and high-stakes areas. In addition, Jean (2015) pointed out that 
employee development and self-awareness are valuable issues where a substantial gap 
may exist between the level of required and existing skill. 
 Leadership styles in organisation gained attention for its impact on employees’ 
performance (Al-Khasawneh and Futa, 2013). There is a need to explore leadership styles 
in order to increase employee performance. Accordingly, employee performance was 
operationally perceived as: work quality, work quantity, job innovativeness, customer 
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service and team spirit. These attributes should lead to employee effectiveness, 
competence, specialisation, effective feedback and good organisational relationship.  
 This paper hopes to contribute to the efficiency and effectiveness of company 
workforce, through its findings, solidifying the company’s operational its competitive 
advantage. It anticipates to shed light on the organisation to become more efficient and 
effective in the daily operations and provide new inputs for employees’ job performance. 
The findings are expected to substantiate the broad literature about company leadership 
information augmenting the qualities of company management team. Essentially, 
leadership is an influential process that provide assistance to various groups of 
individuals towards attainment of a goal (Germain, 2012). 
 This study argues that knowing the leadership styles of a branch company can 
shed light on the degree of effectiveness, influence and motivation which enable 
subordinates to contribute towards the success of the company they belong. Becoming 
an effective leader or a manager depends on the utilised leadership styles. Successful 
managers possess vision, good personality, charisma, open minded but with strong self-
disciplined. Generally, an effective leader or a manager is performance oriented, task 
orientated, supportive, participative, friendly, approachable, treats everyone equally 
with respect, listen, evaluate suggestions for considerations from of his superiors and 
subordinates and, exploit rewards system to accomplish the company’s objectives.  
 
1.1 Study Objectives  
This study investigated the leadership styles of the branch Manager of a manufacturing 
company in Tacloban City, Philippines and how such leadership styles influenced the 
performance of the branch company’s rank and file employees. Specifically, it evaluated 
the rank and file employee’s performance based on the work quality and quantity, job 
innovativeness, customer service, team work, and assessed manager’s leadership styles 
as viewed by the rank and file employees.  
 
2. Literature Review 
 
Leadership plays a significant part in the success of organisation (Rihal, 2017). Leadership 
focused not only in achieving the organisation objectives but also on the growth and 
development of work skills and productive growth of the company’s workforce and its 
needs which ultimately lead to job satisfaction (Sahaya, 2012). Eze (2010) stressed that 
leadership is a possessed ability of a person, authority, influence and certain qualities 
which get others to productively contribute to company’s performance and outputs. 
 A competent leadership style encourages innovative job execution by employees, 
where both leaders and employees proactively adapt to new, improved practices and 
modifications in the work environment (Azka, Tahir, Aslam and Syed, 2011). Kamisan 
and King (2013) described leadership as a method in which the leader encourages the 
workforce to realise a common goal. One of the determining elements that plays an 
important role on how an organisation progresses over time is the style of leadership 
utilised by the leader (Obiwuru et al., 2011). 
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 Ngambi (as cited in Jeremy et al., 2012) noted that leadership is a means of 
inducing commitment on employees in realising their capabilities and full potential. This 
goes to show that every employee works wilfully to achieve the goals set by leaders. 
Leadership style adopted by the leader significantly influence the quality of employees’ 
performance (Jeremy et al., 2012).  
 Essentially, a good leader does not only focus on motivating his workforce to 
improve their efficiency but also to meet their individual necessities (Inabangan, Garcia 
and Abocejo, 2019) in realising organisational objectives (Lee and Chuang, 2011). A good 
leader is essential in any organisation, he must be capable of accomplishing company 
goals efficiently and effectively (Khan, Asghar and Zaheer, 2014), and he must also 
empower his people (Abocejo et al., 2012). Moreover, an effective leader must establish a 
good and long-term relationship not only with his employees but also with the 
stakeholders (Al-Khasawneh and Futa, 2013).  
 Armstrong (2012) explained that leadership includes moulding and developing a 
future and communicating to employees, motivating people and securing their consistent 
engagement. Efficient and effective resource mobilisation, distribution, consumption and 
augmentation of organisational performance is determined through the degree of utilised 
leadership styles (Obiwuru et al., 2011).  
 Ngambi (2011) substantiated this view, saying that in today’s fast-faced situation 
in businesses, companies are struggling to propose and implement different approaches 
and projects. A leader should provide his employees the necessities and requirements 
(Alvarez, Ong and Abocejo, 2017) to keep them on the job, mould them to be productive 
towards the attainment of the company’s vision (Ngambi, 2011). Unfortunately, over 
time, the cooperation and collaboration among employees are challenged by fluctuating 
employees’ performance (Pamatong and Abocejo, 2017), employee retention and 
realisation of set goals (Nwokocha and Iheriohanma, 2015). Northouse (2018) stated that 
unsuitable style of leading people can directly affect the performance of the workforce.  
 Ng‘ethe et al. (2012) measured leadership as a link in which a person influences 
another person’s behaviour to maximise their potentials for the purpose of achieving 
goals. In essence, leadership involves the means of persuading and encouraging 
employees within the workplace through situational behaviour (Bambale et al., 2011) and 
strategies in order to maintain, sustain and implement strategies (Nwokocha, 2014) 
which leaders considered fundamental in achieving set goals. Correspondingly, 
leadership as described by Northouse (2018) is a procedure wherein a person impacts the 
workforce in order to achieve a common goal. In Yukl’s (2012) assessment, leadership is 
the means used by most leaders to achieve the goals set by them through collective efforts 
and helping the workforce in their everyday job.  
 Leaders motivate employees by making an appeal to their emotional side which 
eventually contributes to employee’s satisfaction (Mullins, 2013). Treviño et al. (as cited 
in Hassan et al. (2013) stated that morally upright leaders communicate ethical standards 
to their people. This is done in an effort to transform employees, besides nurturing 
subordinates and constituents (Evangelio and Abocejo, 2015) through mentorship and 
trainings by their leader.  
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 Each leader differs in the way they lead their followers. They use different 
behavioural strategies or styles which also depend on employees’ behaviour. Iqbal et al. 
(2015) mentioned two scopes of leader behaviour, one is that a leader must be task 
oriented, and two, a leader must be considerate with the way he directly assesses 
employee’s performances. Several studies have been conducted on the different 
leadership styles (Bambale et al., 2011; Kamisan and King, 2013; Saeed and Ahmad, 2012; 
Sahaya, 2012). Leadership styles serve as ways or means in leading a workplace 
(Mehmood and Arif, 2011).  
 Arguably, leadership styles offer varied drawbacks. For one, when autocratic 
leaders possess monopoly and discretionary power, the likelihood of corruption is 
increased (Abocejo, 2015a) which in turn limits employees’ potentials jeopardising job 
satisfaction and organisational trust (Gordon, 2013). Rewards and punishments are 
highly structured in an organisation that employ autocratic leadership style. Swarup 
(2013) suggested that autocratic leadership style should not be utilised if the workforces 
are tensed, dreadful and insulted, when employees are expecting that their boss hear 
their sentiments, if employees became dependent on the ability of their boss to make 
decisions; when employees morale is low, and when employee turnover is high because 
of high rate of absenteeism and work stoppage.  
 Nevertheless, these types of leaders have the ability to bring clearness and is 
efficient in encouraging others in the completion of their work. This kind leadership is 
considered suitable in emergency cases (Northouse, 2018). Ushie et al. (2010) stated that 
this kind of leadership style produces two kinds of behaviour, employees become either 
antagonistic, uninterested and sometimes withdrawn. These types of leaders prevent 
employees’ helping behaviour, thus further damaging the organisational behaviour 
(Bambale et al., 2011).  
 Rose, Kumar and Pak (2011) affirmed the presence of a direct link between 
knowledge, commitment, work performance and job satisfaction. Organisational 
knowledge could translate to an organisation which constantly and effectively adjusts to 
changes in external and internal environment (Abocejo, 2017), keep abreast with 
sustainable development thrusts through updated knowledge (Chen, as cited in Franco 
and Almeida, 2011) and effectively implement any needed improvement. They further 
attested that organisational knowledge plays a vital role in organisational performance 
as a whole.  
 Hurduzeu (2015) revealed that leadership style shapes performance and 
productivity in any organisation. He went on to explain that the utilised leadership style 
is crucial in the attainment of organisational goals and objectives. Moreover, effective 
leadership style brings good performance among employees (Vivar, Salvador and 
Abocejo (2015) as inherent human capital attribute. However, Miller et al. (as cited in 
Chan, 2010) introduced a new concept that considers the ROI or “Return on Individual” 
citing that leadership style is measured the way competent and productive employees 
perform their job and not the other way around.  
 Luthans (2011) explained that leadership style, aside from providing affirmative 
results, may also lead to undesirable consequences. For example, senior managers 
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conducted a research survey to measure the styles of leadership employed by their chief 
executive officers. The finding revealed that practical leadership style is more acceptable 
rather than theoretical whereas conventional leadership is more suitable rather than 
taking risks (Tale, 2010).  
The prime objective of organisations is to boost employee performance in order 
for the company to survive within its business environment (Sequiño and Abocejo, 2019). 
Performance, according to Prasetya and Kato (2011) is the achieved results of collective 
efforts of its workforce. Performance is an exceptional criterion which determines the 
success or failure of an organisation (Abocejo, 2015b). Employee engagement affects how 
an employee performs and deliver his job (Anitha, 2014). It is the level of commitment by 
an employee which reflects his relation and values in the organisation.  
 Effective leadership style drives job satisfaction and motivates employees towards 
work and improved job performance (Lussier, 2011). Likewise, Fu-Jin, Shieh and Tang 
(2011) stressed that selecting a leader is similarly crucial that his leadership style has to 
be fully considered. An ineffective leader can be costly to the organisation and can cause 
failure in many situations. In this context. Lussier (2011) emphasised that a leader who 
possesses effective leadership style always accomplishes better performance for the 
organisation. 
 
2.1 Theoretical and conceptual framework  
McGregor (as cited in Kopelman, Prottas and Davis, 2008) described leaders' perspectives 
about what motivates their employees and how could these perspectives affect their 
management style. He categorised these two complementary theories as Theory X or 
Autocratic and Theory Y or Participative. These theories remain significant leadership 
strategies which are influenced by assumptions of leaders about the basic nature of 
human capital.  
 In theory X, leaders have a tendency to take a negative vision of their people, and 
assume that they are certainly unenthusiastic and hate work. As a result, they think that 
employees need to be encouraged, compensated or penalised repetitively to ensure that 
they complete their jobs. In contrast, leaders in Theory Y have an optimistic opinion of 
their employees. They employ a devolved, participative style. They encourage their 
subordinates to develop their skills and suggests improvement. Assessments are regular 
but, not like in Theory X organisations, they are used to encourage open communication 
rather than controlling employees (McGregor, as cited Kopelman, Prottas and Davis, 
2008). 
As reflected in Figure 1, the commonly used leadership styles include (1) 
transformational, (2) transactional, (3) laissez-faire and (4) autocratic. Bass et al. (2012) 
noted that transformational leaders have appealing capabilities, bring moral standards 
and try to develop employees’ competences. Transformational leadership provides 
vision that promotes working potential and employees’ commitment to achieve high 
valued tasks which produces maximum result. Salman, et al. (2012) also reported that 
some of the characteristics of a transformational leadership is being creative and 
promotes collective effort within the group. 
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Figure 1: Conceptual framework of the study 
 
 Bass et al. (2012) discussed that a transactional leader creates a firm authority, 
recommends certain objectives, and give guidance to employees to ensure that they will 
definitely achieved pre-determined tasks. Udoh and Agu (2012) reported that the skills 
of employees and their experiences are being maximised to the advantage of the entire 
organisation by using and implementing the reward and punishment method for their 
moral conducts. A transactional leader firmly follows the rules, choose to stick on a 
restricted structure in order to have an all-out performance (Shah and Kamal, 2015).  
 Laissez-faire is a French expression that means “let it be”. Nwokocha and 
Iheriohanma (2015) referred laissez-faire as “hands-off style”. Harper (2012) reported that 
laissez-faire leader mostly reduced workers’ self-empowerment. Gill (2014) also stated 
that laissez-faire leader leaves their employees to complete their jobs alone where they 
can choose the way they want to accomplish the task assigned to them, they have the 
choice to follow their head or otherwise. 
 Autocratic way of leading is the typical “do as I say” styles. Naturally, these types 
of leaders are inexpert in leading and are not skilled enough especially when it comes to 
managing people most especially if difficult situation arises. Autocratic leaders preserve 
the decision-making privileges for themselves. This kind of style can sometimes 
irreparably hamper the organisation because there is a tendency to force their direct 
reports to perform tasks in a constricted manner. In an autocratic leadership, there is no 
collective vision and slight motivation among leaders and employees. Also, commitment, 
innovation and creativity are eliminated (Michael, 2010). Autocratic leadership is parallel 
to Theory X of McGregor (as cited Kopelman, Prottas and Davis, 2008). 
 With respect to employee job performance, work quality pertains to the 
assessment of how an employee performs and delivers his job against certain established 
standard by the company. The contributory factors included in the assessment were 
accuracy, timeliness, thoroughness, and neatness of the job performed within the 
prescribed learning period. Work quantity, on the one hand, was assessed through the 
amount of acceptable results or volume of accepted work company with what was 
expected. The extent of work output, including the ability to meet or exceed standard 
within the prescribed period were considered as work quantity indictor. These formed 
the bases in assessing how employees perform their assigned tasks.  
 Team spirit, as one of the dependent variables in this study, was evaluated in view 
of the willingness to contribute ideas, time and efforts for the attainment of the goals and 
Leadership Styles 
• Transformation leadership 
• Transactional leadership 
• Autocratic leadership 




• Work quality 
• Work quantity 
• Job innovativeness 
• Customer service 
• Team spirit 
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objectives of the employee’s group/section. Job innovativeness is an essential 
performance indicator used in this study to assess whether the employee exhibits drive 
for improvement, creativity and new ideas.  
 Customer service, as an indicator of employee performance, was assessed by the 
branch Manager as to how the employee provides good customer service to internal and 
external clients. The provision of good quality customer service is always linked to 
customer satisfaction which reflect overall company performance. 
 
3. Research Methodology 
 
3.1 Research design and respondents 
The study employed a survey research design utilising a survey questionnaire in the 
conduct of the study. This research design was deemed appropriate in identifying the 
leadership styles that assess employees’ performance. The respondents included the 
branch Manager and all rank and file employees of the company under study. Complete 
enumeration was performed in the survey since all the eighteen rank and file employees 
were considered as survey respondents plus the lone branch Manager. 
 
3.2 Research locale 
This study was conducted in Marasbaras district, Tacloban City, Leyte, Philippines. The 
company is a branch site of a manufacturing company whose main office is in Cagayan 
De Oro City, in the southern part of the Philippines.  
 
3.3 Ethical considerations 
Prior to the conduct of the study, written permission was sought from the branch 
company management. Voluntary participation of research respondents was ensured 
and the study purpose was clearly explained to them. Measures were undertaken to 
ensure that the identified respondents were not in any way, harmed along the conduct of 
the study. All the generated information and data from the study were kept confidential 
and were solely be used for the purpose of the study.  
 
3.4 Research instruments 
A standard survey questionnaire was used in this study adopted from permission from 
Dalluay and Jalagat (2016) under the following conditions: (1) that the researcher would 
use the questionnaire only to her study and would not trade or reproduce it for any 
remunerated or any other activities related to curriculum development; (2) the researcher 
would include the copyright on all copies of the research instrument. 
 The questionnaire had three parts: part 1- personal information, part 2- leadership 
styles and part 3 - leadership style influence. Part 1 called the filling out of personal 
information by respondents; part 2 is divided into four different leadership styles, 
namely: “transformational, transactional, autocratic and laissez-faire leadership styles”. 
The sets of statements under each leadership styles aimed to evaluate rank and file 
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employees’ perception towards the style adopted by their branch manager. Another 
questionnaire was given to the branch manager.  
 The company’s Performance Assessment Form (PAF) was employed to assess and 
measure employees’ performance. This questionnaire was divided into five different 
areas of job performance namely: work quality, work quantity, job innovativeness, 
customer service and team spirit.  
 
3.5 Data gathering procedure 
A letter requesting permission of the conduct of the study was sent to the company 
branch head. Upon approval, the survey questionnaires were distributed to all the rank 
and file employees. Instructions on how to answer the survey questionnaire were 
provided. The questionnaires were retrieved, answers were checked and validated at the 
field level before they were processed for data analysis and interpretations.  
 The branch Manager was requested to rate his employees’ performance using a 
separate questionnaire. The gathered and processed data were subjected to appropriate 
statistical treatments using MS Excel and Minitab for windows. 
 
4. Results and Discussion 
 
Presented in table 1 is the extent at which transactional leadership style was utilised by 
the company’s branch Manager. It was found out that the branch Manager highly utilised 
transactional leadership in managing the branch company.  
 





Manager felt contented and gratified when agreed-upon  




Manager does not change anything as long as he knows 




Manager clearly communicates the standards and guidelines  




Manager informs of the standards and guidelines that 














Grand mean and overall description 3.56 
Highly  
utilised 
Ranges for the weighted mean Description 
1.00 – 1.80   Not utilised  
1.81 – 2.60   Slightly utilised 
2.61 – 3.40   Moderately utilised  
3.41 – 4.20   Highly utilised 
4.21 – 5.00   Very Highly utilised  
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As affirmed by the respondents from the survey, the branch Manager felt 
contented when employees reached the agreed-upon standards where he clearly 
communicated these standards and guidelines for observance by his subordinates. The 
branch Manager earnestly adhered to not making any change so long that his workers 
were doing the right thing and executed their job properly.  
Table 1 also shows that the branch Manager would initiate and give due 
recognition and rewards when his workers are able to accomplish something good 
towards the company’s productive performance.  
Generally, the data suggest that the branch Manager highly utilised both 
transactional (Table 1) and transformational leadership styles (Table 2). Transactional 
leadership style, as fully utilised, suggests that the branch Managers felt contented and 
gratified when employees reached the agreed-upon standards and managers does not 
change anything as long as employees does their job properly. 
The succeeding table discloses the extent where transformational leadership style 
is utilised by the branch Manager (Table 2). Among the four leadership styles under 
review, this is the most fully utilised by the branch Manager in carrying the company’s 
operations. The data revealed that the branch Manager guides his employees and 
provides assistance on what they could do and should be doing.  
 
Table 2: Extent of utilisation of transformational leadership style 
Ranges for the weighted mean Description 
1.00 – 1.80   Not utilised  
1.81 – 2.60   Slightly utilised 
2.61 – 3.40   Moderately utilised  
3.41 – 4.20   Highly utilised 
4.21 – 5.00   Very Highly utilised  
 
Certainly, the branch Manager, as an advocate of transformational leadership 
style, ensured that the outputs of his workforce were aligned with the company 





Manager guides and provides assistance on what subordinates 




Manager helps subordinates grow and develop themselves 3.55 
Highly  
utilised 
Manager empowers subordinates to be innovative 3.50 
Highly  
utilised 
Manager provides assistance to those who need help 3.44 
Highly  
utilised 





Subordinates completely trust their manager 3.22 
Moderately  
utilised 
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to inculcate, nurture and encourage trusts from his subordinates to upturn the self-
assurance of his employees that results to excellent job performance. 
 In essence, providing opportunities for the subordinates to grow and develop their 
skills and productivity towards better work outputs and accomplishments. The branch 
Manager strives to empower the employees under his leadership in letting them be more 
innovative, along the way, ensuring to provide assistance for those in need of help in the 
delivery of their assigned tasks.  
 Moreover, transformational leadership ensures less turnover of rank and file 
employees since they are more engaged and felt being productive members of the 
organisation. When workers see that they are part of the organisation whose 
contributions are vital to the transformation and improvement of the company they feel 
important and become inherently productive.  
 Table 3 displays the laissez-faire leadership as utilised and implemented by the 
branch Manager. It is evident that the branch Managers has a full trust and confidence 
over his subordinates in executing their assigned tasks. He provides full flexibility which 
allow his rank and file employees to assess their own work progress in the company.  
 










Manager trusts his subordinates do their tasks 3.50 
Highly  
utilised 
Manager offers little input in most situations 3.33 
Moderately 
utilised 





Manager gives complete freedom on what strategy or approach 




Manager does not interfere in subordinates’ work 2.77 
Moderately 
utilised 
Grand mean and overall description 3.32 
Moderately 
utilised 
Ranges for the weighted mean Description 
1.00 – 1.80   Not utilised  
1.81 – 2.60   Slightly utilised 
2.61 – 3.40   Moderately utilised  
3.41 – 4.20   Highly utilised 
4.21 – 5.00   Very Highly utilised  
 
At moderate level, the branch Manager give only the initial inputs and let his 
subordinates execute the solution to any identified problem within their capability, 
giving them the freedom as to what strategy best fits in accomplishing assigned tasks. 
Allowing rank and file employees contribute solutions to arising problems in the 
company boost their work morale and make them accountable for the assigned tasks they 
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take in the company. Somehow, this finding contradicts the argument of Puni et al. (2014) 
where they claimed that leaders who utilised laissez-faire leadership style do not believe 
in employees’ improvement.  
 Table 4 presents the extent of utilisation of the autocratic leadership style by the 
branch Manager. Overall, the branch Manager only utilised autocratic leadership to a 
moderate extent in bringing ahead the operations of the branch company. In fact, 
Gordon’s (2013) statement of a high tendency of absenteeism and employee turnover in 
a workplace where autocratic style is being employed does not hold true as revealed in 
this study finding.  
  





Manager provides supervision and close monitoring to  




Manager preserves decision-making process within himself 3.05 
Moderately 
utilised 
Manager does not accept and consider ideas and suggestions  




When procedures and strategies does not deliver expected 
results, the branch Manager established a new plan without 




Subordinates are provided with directions or threatened with 





Manager spoon-feeds what has to be done and how to do it 2.66 
Moderately 
utilised 
Grand mean and overall description 
2.99 Moderately 
utilised 
Ranges for the weighted mean Description 
1.00 – 1.80   Not utilised  
1.81 – 2.60   Slightly utilised 
2.61 – 3.40   Moderately utilised  
3.41 – 4.20   Highly utilised 
4.21 – 5.00   Very Highly utilised  
 
 The moderate used of autocratic leadership (Table 4) reflects a good scenario 
where the branch Manager does not put a hard grip on his subordinates. Accordingly, 
Swarup (2013) noted that autocratic style of leading is not bad at all despite of its notable 
drawbacks. The finding suggests that the branch Manager does not take the decision 
making process fully to himself, so there is still room for consultation among his 
subordinates with trust and confidence.  
 With moderate utilisation of pre-determined indicators, it can be deduced that the 
branch Manager is open minded and, to certain extent, consider the ideas that may 
emanate from the rank and file employees. This finding runs counter to the argument of 
Malos (2012) which claimed that leaders provide all the techniques and methods to be 
accomplished, setting direction only by themselves whom their subordinates need to 
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follow (Malos, 2012). The rank and file workforce best performs when autocratic 
management is not strictly enforced, where freedom to bring out suggestions and good 
ideas are being heard and given consideration by the management. This contradicts the 
argument of Swarup (2013) which stressed that all decisions emanate from the top 
management to be followed and perform in the lower organisational structure without 
any choice.  
 Indeed, the employee performance reflects the favourable degree of competence 
and productivity where the branch company expects from each employee (Ferris et al., 
2010). The rank and file employees are able to be accomplished of the tasks assigned to 
them and feel competent in performing their jobs being effectively guided by their branch 
Manager. It is evident that the rank and file employees are highly motivated by the 
leadership of their branch Manager.  
 





Employees are encouraged to be innovative and creative  




Employees are highly motivated of the way their Manager  




Employees are able to accomplish the assigned task due  




Employees feel competent to perform the tasks required for  




Employees tried to perform well in their job because they  




Grand mean and overall description 4.53 
Extremely 
influenced 
Ranges for the WM  Description 
1.00 – 1.80   Not influence at all 
1.81 – 2.60   Slightly influenced 
2.51 – 3.40   Moderately influenced 
3.41 – 4.20   Highly influenced 
4.21 – 5.00   Extremely influenced 
 
 As Bon (2012) affirmed, it is the achievement of a particular undertaking assessed 
against predetermined criterion. Their commendable performances come about because 
they are greatly inspired the way their immediate boss leads them in the execution of 
their duties in the branch company. Overall, the rank and file employees are extremely 
influenced by the leadership styles of their branch Manager (Table 5) who highly utilised 
transactional (Table 1) and transformational (Table 2) styles of leadership. 
 Meanwhile, Table 6 illustrates employees’ performance based on identified criteria 
as rated by the company branch Manager. Work quality exhibited the highest weighted 
mean of 3.88 reflecting very satisfactory performance accomplished by the rank and file 
employees. Overall, the assessed performance turned out very satisfactory except for job 
innovativeness which came out satisfactory. 
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 The rank and file employees, as assessed by their branch Manager, manifested 
high level of work quality. This is a good indicator for the company since it shows that 
the workers are able to execute their job at pace with the set company standards. This 
also implies that they are able to deliver the demands of their job at the quality level 
required and expected by their company. The very satisfactory performance, as to the 
quantity of work, may indicate that the rank and file employees are able to deliver their 
targets of production  
 
Table 6: Performance of rank and file employees 
Criterion Weighted Mean Description 
Work quality 3.88 Very satisfactory 
Work quantity 3.77 Very satisfactory 
Customer service 3.66 Very satisfactory 
Team spirit 3.61 Very satisfactory 
Job innovativeness 3.16 Satisfactory 
Grand mean and overall description  3.62 Very satisfactory 
Ranges for the weighted mean Description 
1.00 – 1.80   Poor  
1.81 – 2.60   Fair 
2.62 – 3.40    Satisfactory 
3.41 – 4.20   Very satisfactory 
4.21 – 5.00   Outstanding 
 
As can be noted, the branch company employees are productive in their assigned tasks 
as rated by their branch Manager. Productivity comes and is achieved when there is 
sound leadership style executed by supervisors in any organisation. True enough, 
leadership styles and organisational success are directly associated with each other 
(Michael, 2010). 
 Certainly, improving employee performance to attain organisational goals always 
comes with effective application of leadership styles (Prasetya and Kato, 2011). This result 
reflects that rank and file employees are really delivering their job at best. Harper (2012) 
highlighted that effective managers are those who provide direction, execute plans and 
encourage employees to perform their functions efficiently and effectively towards the 
achievement of stated goals and objectives.  
 
5. Conclusions and Recommendations 
 
In the light of the study findings, it is concluded that transactional leadership and 
transformation leadership styles highly utilised by the branch Manager in the company 
under study. These two leadership styles are preferred by the company branch Manager 
in leading the organisation towards achieving very satisfactory company performance. 
The rank and file employees are extremely influenced by the leadership styles utilised by 
their company Supervisor. The employees very satisfactorily performed in the delivery 
of their jobs and duties as manifested by the quality and quantity of their outputs. The 
rank and file employees also achieved very satisfactory performance in customer 
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services. The same holds true for their team spirit indicative of sound and conducive 
working environment brought about by the effective leadership styles of the company 
branch Manager. As a whole, the management of human capital in a company calls for 
full utilisation of effective leadership styles towards the attainment of company’s set 
goals and objectives and accomplish employees’ desired outputs and productivity.  
 Based on the findings and conclusions of the study, it is recommended that 
managers develop strategies that would increase encouragement on employees for job 
innovativeness, practice transformational leadership style to provide sense of 
belongingness, allow employees to carry out higher responsibility with less command 
from their supervisors and allow them to be creative in their job. Related studies may be 
conducted using research variables not covered in this study involving two or more 
companies with large number of employees. 
 
About the Authors 
Jacque Lou S. Ricablanca is a Revenue Officer of Bureau of Internal Revenue (BIR), 
Revenue Region No. 14, Government Centre, Candahug, Palo Leyte, Philippines. She is 
currently completing her Master in Public Resource Management (MPRM) in Eastern 
Visayas State University (EVSU), Tacloban City, Philippines. She obtained her degree of 
Bachelor of Science in Accountancy (BSA) from AMA College (a Member of AMA 
Education System) in Tacloban City, Philippines. Before she started working in the 
government, she previously worked as a Junior Accountant of a roll forming and 
manufacturing company in Tacloban City, Philippines. She is also a freelance paperback 
writer of Precious Pages Corporation under the pen name Rica Blanca.  
Ferdinand T. Abocejo is an Associate Professor V of Eastern Visayas State University 
(EVSU) in Tacloban City, Leyte, Philippines. He is currently completing his dissertation 
leading to PhD in Research and Evaluation from the Cebu Normal University (CNU), 
Cebu City, Philippines. He obtained his Master in Public Policy (MPP) specialising in 
International Policy (with merit) from the Australian National University (ANU) in 
Canberra City, Australian Capital Territory (ACT), Australia. He completed his Bachelor 
of Science in Statistics (BSS) from the Visayas State University, Baybay City, Leyte, 
Philippines. His research interests include data modelling and forecasting in the fields of 
public policy and administration, applied economics, econometrics, education, political 
science, public health, statistics, tourism and social sciences. He has published more than 
30 academic papers in national and international peer reviewed research journals while 






Abocejo, F. T., Pañares, Z. A., Dotillos, L. T., Diones, L.L., & Belciña, S. A. (2012). 
Microfinance program on cooperatives: Realities, benefits and women’s 
participation. CNU Journal of Higher Education. Special Issue on Poverty 
Jacque Lou S. Ricablanca, Ferdinand T. Abocejo 
 MANAGER’S LEADERSHIP STYLES AND JOB PERFORMANCE OF COMPANY RANK AND FILE EMPLOYEES
 
European Journal of Management and Marketing Studies - Volume 5 │ Issue 4 │ 2020                                                     75 
Alleviation. 6(1), 25-39. Retrieved from http://jhe.cnu.edu.ph/index.php/cnujhe/ 
article/view/119 
Abocejo, F. T. (2015a). The veracity of vote buying: Perspective of the Philippine electoral 
system. International Journal on Graft and Corruption Research. 2(1), 36-45. 
https://doi.org/10.7719/ijgc.v2i1.301 
Abocejo, F. T. (2015b). Tourism competitiveness of Cebu in central Philippines: Status, 
challenges and sustainability. 91-112. Taiwan-Philippines Cultural Dialogue IV (Book 
form). College of Liberal Arts, Aletheia University, Taiwan. Retrieved from 
https://www.researchgate.net/publication/301284089_Tourism_Competitiveness_
of_Cebu_in_Central_Philippines_Status_Challenges_and_Sustainability 
Abocejo, F. T. (2017). The impact of international monetary fund (IMF) structural 
adjustment program policies (SAPs) on the Philippines. Recoletos Multidisciplinary 
Research Journal. 2(1), 19-28. Retrieved from https://rmrj.usjr.edu.ph/index.php/ 
RMRJ/article/view/48 
Al-Khasawneh, A. L. and S. M. Futa (2013). The impact of leadership styles used by the 
academic staff in the Jordanian public universities on modifying students’ 
behavior: A field study in the northern region of Jordan. International Journal of 
Business and Management, 8(1), 1-10. Retrieved from http://www.ccsenet.org/ 
journal/index.php/ijbm/article/view/20543 
Alvarez, I. C. C., Ong, M. B., Abocejo, F. T. (2017). Learning needs and quality care among 
family caregivers and elderly patients of Guadalupe, Cebu City, Central 
Philippines. European Scientific Journal. 13(24), 356-376. 
https://doi.org/10.19044/esj.2017. v13n 24p356 
Andaya, J. A. G., & Abocejo, F. T. (2019). Implementation of the full disclosure policy 
(FDP) of Basay municipality, Negros Oriental, Philippines: Status, challenges and 
sustainability. International Journal of Development and Sustainability (IJDS). 8(7), 
404-421. Retrieved from https://isdsnet.com/ijds-v8n7-02.pdf 
Anitha, J. (2014). Determinants of employee engagement and their impact on employee 
performance. International Journal of Productivity and Performance Management, 
63(3), 308-323. https://doi.org/10.1108/IJPPM-01-2013-0008 
Armstrong, M. (2012). Armstrong’s handbook of human resource management practice. United 
Kingdom: Ashford Colour Press. Retrieved from https://eujournal.org/index.php/ 
esj/article/download/5645/5471 
Avolio, B. J., Zhu, W. C., Koh, W., & Bhatia, P. (2004). Transformational leadership and 
organizational commitment: mediating role of psychological empowerment and 
moderating role of structural distance. Journal of Organizational Behaviour. 25(8), 
951–968. https://doi.org/10.1002/job.283  
Bambale, A. J., Shamsudin F. M., & Subramaniam C. A. L. (2011). Stimulating 
organizational citizenship behavior (OCB) research for theory development: 
Exploration of leadership paradigms. International Journal of Academic Research in 
Business and Social Sciences, 1(3), 48-69. Retrieved from http://pu.edu.pk/images/ 
journal/pesr/PDF-FILES/10-v54_2_16.pdf 
Jacque Lou S. Ricablanca, Ferdinand T. Abocejo 
 MANAGER’S LEADERSHIP STYLES AND JOB PERFORMANCE OF COMPANY RANK AND FILE EMPLOYEES
 
European Journal of Management and Marketing Studies - Volume 5 │ Issue 4 │ 2020                                                     76 
Bass, B. M., Avolio, B. J., Jung, D. I., & Berson, Y. (2012). Predicting unit performance by 
assessing transformational and transactional leadership. Journal of Applied 
Psychology, 88(2), 207-218. Retrieved from http://dr-hatfield.com/Download/ 
Leadership/apl882207.pdf 
Bon, E. M. (2012). Role of employee empowerment in organization performance. Research 
Journal of Social Science & Management. Retrieved from http://eprints.ibu.edu.ba/ 
200/1/ISSD2010_Economy_Management_p142-p146.pdf 
Bono, J. & Judge, T. (2003). Self-concordance at work: toward understanding the 
motivational effects of transformational leadership. Academy of Management 
Journal, 46: 554-571. https://doi.org/10.5465/30040649  
Chan, S. H. (2010). The influence of leadership expertise and experience on organizational 
performance: a study of Amanah Ikhtiar Malaysia. Asia Pacific Business Review, 
16(1-2), 59–77. Retrieved from http://repository.out.ac.tz/1244/1/Celestine_ 
Anyango.pdf 
Chandra, T., & Priyono, L. (2016). The influence of leadership styles, work environment 
and job satisfaction of employee performance. International Education Studies, 9(1), 
131-140. Retrieved from http://www.ccsenet.org/journal/index.php/ies/article/ 
view/56002 
Dalluay, V. S., & Jalagat, R. C. (2016). Impacts of leadership style effectiveness of 
managers and department heads to employees’ job satisfaction and performance 
on selected small-scale businesses in Cavite. Philippines. International Journal of 
Recent Advances in Organizational Behaviour and Decision Sciences (IJRAOB), 2(2), 
734-751. Retrieved from http://globalbizresearch.org/files/5055_ijraob_van-s-
dalluay_revenio-c-jalagat-399974.pdf 
Dumdum, U. R., Lowe, K. B., & Avolio, B. J. (2013). A meta-analysis of transformational 
and transactional leadership correlates of effectiveness and satisfaction: An update 
and extension. Transformational and Charismatic Leadership: The Road Ahead 10th 
Anniversary Edition. 39-70. Bingley. https://doi.org/10.1108/S1479-3571201 
30000005008  
Evangelio, J. V., & Abocejo, F. T. (2015). Political dynasty as perceived by residents of 
selected villages in Badian, Cebu City, Philippines. Countryside Development 
Research Journal. 3(1), 86-95. Retrieved from 
http://www.ssu.edu.ph/subdomains/ojs/index.php/CDRJ/ article/view/49 
Eze, H. C. (2010). Leadership in organization. Journal of Nigerian Institute of Management, 
46(1), 29-35. Retrieved from https://eujournal.org/index.php/esj/article/down 
load/5645/5471 
Ferris, D. L., Lian, H., Brown, D. J., Pang, F. X. J., & Keeping, L. M. (2010). Self-esteem and 
job performance: The moderating role of self-esteem contingencies. Personnel 
Psychology, 63(3), 561–593. Retrieved from http://homepages.se.edu/cvonbergen/ 
files/2012/12/Self-Esteem-and-Job-Performance_The-Moderating-Role-of-Self-
Esteem-Contingencies.pdf 
Franco, M. & Almeida, J. (2011). Organisational learning and leadership styles in 
healthcare organisations. Leadership & Organisation Development Journal, 32(8), 782-
Jacque Lou S. Ricablanca, Ferdinand T. Abocejo 
 MANAGER’S LEADERSHIP STYLES AND JOB PERFORMANCE OF COMPANY RANK AND FILE EMPLOYEES
 
European Journal of Management and Marketing Studies - Volume 5 │ Issue 4 │ 2020                                                     77 
806. Retrieved from https://pdfs.semanticscholar.org/cfe3/87436467b6669df884bd 
86b78e4f1b496d95.pdf 
Fu-Jin, W., Shieh, C., & Tang, M. (2011). Effect of leadership style on organizational 
performance as viewed from human resources management strategy. African 
Journal of Business Management, 4(18), 3924-3936. Retrieved from https://academic 
journals.org/journal/AJBM/article-full-text-pdf/0B1696A16102. pdf 
Ghafoor, A., Qureshi, T. M., Khan, M. A., & Hijazi, S. T. (2011). Transformational 
leadership, employee engagement and performance: Mediating effect of 
psychological ownership. African journal of business management, 5(17), 7391-7403. 
https://doi.org/10.5897/AJBM11.126  
Germain, M. L. (2012). Traits and skills theories as the nexus between leadership and 
expertise: Reality or fallacy? Performance improvement, 51(5), 32-39. 
https://doi.org/10.1002/pfi.21265 
Gordon, J. R. (2013). Autocratic leadership style. Retrieved from http://www.action-
wheel.com/authocratic-leadershipstyle.html 
Guang-Lu, D., Pu, L. & Yong, Z. (2012). Organizational justice as a moderator of 
relationship between the transformational leadership and organizational 
commitment. International Journal of Humanities and Social Science, 2(15), 116-122. 
Retrieved from http://www.ijhssnet.com/view.php?u=https://www.ijhssnet.com/ 
journals/Vol_2_No_15_August_2012/14.pdf 
Harper, S. (2012). The leader coach: A model of multi-style leadership. Journal of Practical 
Consulting. 4(1), 22-31. Retrieved from http://pu.edu.pk/images/journal/pesr/PDF-
FILES/10-v54_2_16.pdf 
Hassan, S., Mahsud, R., Yukl, G. and Prussia, G. (2013). Ethical and empowering 
leadership and leader effectiveness. Journal of Managerial Psychology, 28(2), 133-146. 
Retrieved from https://eujournal.org/index.php/esj/article/download/5645/ 5471 
Hurduzeu, R. E. (2015). The impact of leadership on organizational performance. SEA–
Practical Application of Science, 3(07), 289-293. Retrieved from https://pdfs.semantic 
scholar.org/e1fe/cd929b60d8d5ff460c5e23cc2ecd9e0d8579.pdf 
Inabangan, A. K. A., Garcia, L. L., & Abocejo, F. T. (2019). Evaluation of the Philippine 
expanded senior citizens Act (RA 9994) on mandated privileges for the elderly. 
European Academic Research. 6(10), 6112-6138. Retrieved from 
http://www.euacademic.org/UploadArticle/ 3859.pdf 
Iqbal, N., Anwar, S., & Haider, N. (2015). Effect of leadership style on employee 
performance. Arabian Journal of Business and Management Review, 5(5), 1-6. 
https://doi.org/10.4172/2223-5833.1000146  
Jean, L. (2015). The leadership gap: How to fix what your organization lacks. Center for 
Creative Leadership. Retrieved from https://www.ccl.org/articles/white-papers/ 
leadership-gap-what-you-still-need/ 
Jeremy, M., Melinde, C., & Ciller V. (2012). Perceived leadership style and employee 
participation in a manufacturing company in the democratic republic of Congo. 
African Journal of Business Management, 6(15), 5389-5398. Retrieved from 
Jacque Lou S. Ricablanca, Ferdinand T. Abocejo 
 MANAGER’S LEADERSHIP STYLES AND JOB PERFORMANCE OF COMPANY RANK AND FILE EMPLOYEES
 
European Journal of Management and Marketing Studies - Volume 5 │ Issue 4 │ 2020                                                     78 
https://www.academicjournals.org/article/article1380717948_Mitonga-Monga% 
20et%20al.pdf 
Kamisan P., & King, B. E. M. (2013). Transactional and transformational leadership: A 
comparitive study of the difference between Tony Fernandes (Airasia) and Idris 
Jala (Malaysia airlines) leadership styles from 2005-2009. International Journal of 
Business and Management, 8(24),107-116. https://doi.org/10.5539/ijbm.v8n24p107 
Khan, S., Asghar, M. and Zaheer, A. (2014). Influence of leadership style on employee job 
satisfaction and firm financial performance: a study of banking sector in 
Islamabad, Pakistan. Actual Problems in Economics, 155, 374-384. Retrieved from 
http://trap.ncirl.ie/2277/1/adedamolafavour.pdf 
Kopelman, R. E., Prottas, D. J., & Davis, A. L. (2008). Douglas McGregor's theory X and 
Y: Toward a construct-valid measure. Journal of Managerial Issues, 20(2), 255-271. 
Retrieved from https://www.culturalhackers.com/wp-content/uploads/2020/03/ 
DouglasMcGregorsTheoryXandTheoryY.pdf 
Lee, H., & Chuang, T. (2011). The impact of leadership on job stress and turnover intention: 
Taiwan insurance industry as an example. Retrieved from http://www.study 
mode.com/essays/the-impact=of=leadership-styles-on-723980.html 
Lussier, R. N. (2011). Management fundamentals. 4th ed. Mason, OH: South Western, 
Cengage Learning.  
Luthans, F. (2011). Organizational behavior, an evidence-based approach. 12th ed. New York, 
NY: Mc-Graw-Hill/Irwin. Retrieved from http://globalbizresearch.org/files/5055_ 
ijraob_van-s-dalluay_revenio-c-jalagat-399974.pdf 
Malos, R. (2012). The most important leadership theories. Annals of Eftimie Murgu 
University Resita, Fascicle II, Economic Studies. Retrieved from 
http://pu.edu.pk/images/journal/pesr/PDF-FILES/10-v54_2_16.pdf 
Marmaya, N. H., Hitam, M., Muhamad Torsiman, N. & Balakrishnan, B. (2011). 
Employees’ perception of Malaysian managers’ leadership styles and 
organizational commitment. African Journal of Business Management, 5(5): 1584-
1588. https://doi.org/10.5897/AJBM10.090  
Mehmood, Z. U., & Arif, M. I. (2011). Leadership and HRM: Evaluating new leadership 
styles for effective human resource management. International Journal of Business 
and Social Science, 2(15),236-238. Retrieved from http://repository.out.ac.tz/ 
1244/1/Celestine_Anyango.pdf 
Michael, A. G. (2010). Leadership style and organizational impact. Retrieved from 
http://www.ala.apa.org/newsletter 
Mullins, L. J. (2013). Management and organisational behavior. 10th ed. s. l: Pearson 
Education. Retrieved from http://www.pearsoned.co.uk/media/OnlinePreview/ 
Mullins_9780273728610/assets/pdf/A01_MULL4087_09_SE_FM%20(3).pdf 
Ng‘ethe, J. M., Namasonge, G. S., & Mike, A. I. (2012). Influence of leadership styles on 
academic staff retention in public universities in Kenya. International Journal of 
Business and Social Science, 3(21), 297-302. Retrieved from 
https://eujournal.org/index.php/esj/article/download/5645/5471 
Jacque Lou S. Ricablanca, Ferdinand T. Abocejo 
 MANAGER’S LEADERSHIP STYLES AND JOB PERFORMANCE OF COMPANY RANK AND FILE EMPLOYEES
 
European Journal of Management and Marketing Studies - Volume 5 │ Issue 4 │ 2020                                                     79 
Ngambi, H. C. (2011). RARE total leadership: Leading with the head, heart and hands. Juta and 
Company Ltd. South Africa. 
Northouse, P. G. (2018). Leadership: Theory and practice. Sage publication. 
Nwokocha, I. (2014). Sustainable managerial strategies for employee retention in two private 
sector organizations in Port Harcourt, Rivers State, Nigeria. (PhD Dissertation, Ebonyi 
State University). Retrieved from https://eujournal.org/index.php/esj/article/ 
download/5645/5471 
Nwokocha, I., & Iheriohanma, E. B. J. (2015). Nexus between Leadership styles, employee 
retention and performance in organizations. European Scientific Journal, 11(13), 186-
209, Retrieved from http://eujournal.org/index.php/esj/article/ view/5645 
Obiwuru, T. C., Okwu, A. T., Akpa, V. O., & Nwankwere, I. A. (2011). Effects of 
leadership style on organizational performance: A survey of selected small scale 
enterprises in Ikosi-Ketu council development area of Lagos State, Nigeria. 
Australian Journal of Business and Management Research, 1(7), 100-111. Retrieved 
from https://eujournal.org/index.php/esj/article/download/5645/5471 
Pamatong, A. R., & Abocejo, F. T. (2017). Airbus and Boeing manufacturing performance, 
income and earnings per share: A comparative analysis. Recoletos Multidisciplinary 
Research Journal. 2(1), 1-9. Retrieved from https://rmrj.usjr.edu.ph/index.php/ 
RMRJ/article/view/35 
Pañares, J. L. A., & Abocejo, F. T. (2019). Evaluation of “Naga Akong Garbo” (NAGa) 
program: Status, challenges and successes. European Journal of Social Sciences 
Studies. 4(2), 172-189. https://doi.org/10.5281/zenodo.3269629  
Prasetya, A. & Kato, M. (2011). The effect of financial and non- financial compensation to the 
employee performance. Paper presented at the 2nd International Research 
Symposium in service Management, Yogyakarta, Indonesia. Retrieved from 
https://www.researchgate.net/publication/266605784_The_Effect_of_Financial_an
d_Non_Financial_Compensation_to_the_Employee_Performance 
Rihal, C. S. (2017). The importance of leadership to organizational success. NEJM Catalyst, 
3(6). https://catalyst.nejm.org/doi/abs/10.1056/CAT.17.0301 
Rodriguez, K. F. R., & Abocejo, F. T. (2018). Competence vis-à-vis performance of special 
education pre-service teachers. European Academic Research. 6(7), 3474-3498. 
Retrieved from http://www.euacademic.org/UploadArticle/3707.pdf 
Rose, R., Kumar, N. & Pak, O. (2011). The effect of organisational learning on 
organizational commitment, job satisfaction and work performance. Journal of 
Applies Business Research, 25(6), 55-66. Retrieved from https://www.cluteinsti 
tute.com/ojs/index.php/JABR/article/download/995/979 
Sahaya, N. (2012). A learning organization as a mediator of leadership style and firms’ 
financial performance. International Journal of Business and Management. 7(14), 96-
113. https://doi.org/10.5539/ijbm.v7n14p96 
Salman, Z., Riaz, A., Saifullah, M., and Rashid, M. (2011). Leadership styles and employee 
performance. Interdisciplinary Journal of Contemporary Research in Business. 3(6), 257-
267. Retrieved from http://www.aensiweb.com/old/aeb/2013/2633-2641.pdf 
Jacque Lou S. Ricablanca, Ferdinand T. Abocejo 
 MANAGER’S LEADERSHIP STYLES AND JOB PERFORMANCE OF COMPANY RANK AND FILE EMPLOYEES
 
European Journal of Management and Marketing Studies - Volume 5 │ Issue 4 │ 2020                                                     80 
Sequiño, A. C., & Abocejo, F. T. (2019). The palm oil industry in the Philippines and 
Thailand: Challenges and opportunities. 34th International Business Information 
Management Association (IBIMA) Conference Proceedings, Madrid, Spain. pp. 13267-
13279. ISBN: 978-0-9998551-3-3 Retrieved from https://sin.put.poznan.pl/publica 
tions/details/i25002. Cloud URL: https://api.pcloud.com/getpubzip?code=kZho7 
c7ZJiI 8BTvzHtmmh15mcSOEAyKiHpPy 
Shah, M., & Kamal, H. (2015). Transactional leadership and job performance: An 
empirical investigation. Institute of Business Administration, 2 (2), 69-81. Retrieved 
from https://ideas.repec.org/a/ris/ibajmb/0017.html 
Swarup, B. (2013). Leadership. Retrieved from https://eujournal.org/index.php/esj/article/ 
download/5645/5471 
Tale, S. M. (2010). Leadership style and job satisfaction among nurses. Master thesis 
(University Utara Malaysia). Retrieved from http://etd.uum.edu.my/2674/ 
Udoh, B. E., & Agu, O. (2012). Impact of transformational and transactional leadership 
on employees’ performance. International Journal of Current Research, 4 (11), 142-
147. Retrieved from http://www.iosrjournals.org/iosr-jbm/papers/Vol16-issue9/ 
Version-6/A016960105.pdf 
Ushie E. M., Agba, A. M., Ogaboh, A. M., Agba, M. S.., & Chime, J. (2010). Leadership 
style and employees’ intrinsic job satisfaction in the Cross River newspaper 
corporation, Calabar, Nigeria. International Journal of Development and Management 
Review, 5(1), 61-73. Retrieved from https://eujournal.org/index.php/esj/article/ 
download/5645/5471 
Vivar, P. C. A., Salvador, P. P., & Abocejo, F. T. (2015). Village-Level Solid Waste 
Management in Lahug, Cebu City, Philippines. Countryside Development Research 
Journal. 3(1), 96-108. Retrieved from http://www.ssu.edu.ph/subdomains/ojs/ 
index.php/CDRJ/article/download/50/42 
Yukl, G. (2012). Effective leadership behavior: What we know and what questions need 
















Jacque Lou S. Ricablanca, Ferdinand T. Abocejo 
 MANAGER’S LEADERSHIP STYLES AND JOB PERFORMANCE OF COMPANY RANK AND FILE EMPLOYEES
 







































Creative Commons licensing terms 
Authors will retain copyright to their published articles agreeing that a Creative Commons Attribution 4.0 International License (CC BY 4.0) terms will be 
applied to their work. Under the terms of this license, no permission is required from the author(s) or publisher for members of the community to copy, 
distribute, transmit or adapt the article content, providing a proper, prominent and unambiguous attribution to the authors in a manner that makes clear 
that the materials are being reused under permission of a Creative Commons License. Views, opinions and conclusions expressed in this research article 
are views, opinions and conclusions of the author(s). Open Access Publishing Group and European Journal of Management and Marketing Studies shall 
not be responsible or answerable for any loss, damage or liability caused in relation to/arising out of conflict of interests, copyright violations and 
inappropriate or inaccurate use of any kind content related or integrated on the research work. All the published works are meeting the Open Access 
Publishing requirements and can be freely accessed, shared, modified, distributed and used in educational, commercial and non-commercial purposes 
under a Creative Commons Attribution 4.0 International License (CC BY 4.0). 
